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The Brilliance of Diversity 
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Take 5 minutes to……
Think about the word Diversity. How 
would you distill your thoughts, 
experiences or observations about 
diversity into one sentence that only has 
six words? Try it.

http://theracecardproject.com/send-your-race-card/
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• Diversity Defined: A Call to Action

• Explore Societal, Socio-Economic

and Workplace Bias

• Application of Implicit Bias

• Introduction Bias Free Framework

• Closing – Steps to New 

Awareness

The Brilliance of Diversity and Inclusion



Understanding Unconscious Bias: Why Now
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 Qualified Talent Pool will Consist of Non-Traditional Workers
▪ Over the next 10 years, 40 million people will enter the workforce, 25 

million will leave, and 109 million will remain

▪ Rising numbers of young (25 and <, and older 45> workers) 

▪ Changing patterns of prime-age and older workers

▪ Nearly 50% of workers in the next 10 years will come from age 55>

 Changing Paradigms of Workplace
▪ Telecommuting, Single Parent Homes, Dual Income Families

▪ #MeToo, #Time’s Up, Pence Rule, Sexual Harassment

▪ Stay-at-Home Dads, Toxic Masculinity

▪ Gen-Z, Gen-Y

▪ Black Lives Matter 

▪ Pay Equity - Gender Identity

The World Calls Us to Action….. 



▪ “Go Fossil Free” movement across college campuses

HuffingtonPost College, 2015

▪ A clear majority of states have experienced growth in the 
number of residential natural gas customers since 2010.

▪ Growth rates are heavily influenced by new home construction, 
which as slowed considerably since 2003.

American Gas Association, 2017
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The World Calls Us to Action….. 



National Labor Force Composition 
by Generation
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Why It Matters That the United Dragging 
Victim Is Asian

Silicon Valley's race gap is getting 
worse, not better, new research shows



When our diverse mixture of  
customers, vendors and 
colleagues have a sense of 
belonging regardless of their 
unique differences, that is 
inclusion…..

When our diverse mixture of  
customers, vendors, and 
colleagues have equitable access to   
employment, compensation, 
healthcare and promotions 
regardless of their socio-economic 
status, language, gender 
identity, race, ethnicity or their 
medical need, that is equity…..

Diversity is the mixture, inclusion is how we manage 

the mixture….
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Diversity, Inclusion Culture Defined
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Diversity and 
Inclusion promotes 
equity and best 
outcomes…
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Diversity, Inclusion Culture Defined



Key Concepts of Implicit Bias 

All of us hold unconscious beliefs about social groups.  

Such implicit bias is far more prevalent than the more overt or explicit, prejudice 
that we associate with, such as hate groups 

Certain social scenarios can automatically activate implicit stereotypes and 
attitudes

Recent research suggests we can reshape our implicit attitudes and beliefs – or at 
least curb their effects on our behavior.

Implicit bias occurs when we consciously act on our unconscious programming
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Examples of Unconscious Bias

Societal Examples of Unconscious Bias:
•Women are the primary care-giver.  Husbands are the bread 
winner

•Husbands are supposed to be taller than their wives

•Assuming the husband’s job caused the family to relocate

•And “Does your wife work?” vs. “What does your wife do?”
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Examples of Unconscious Bias

Socio-economic Examples of Unconscious 
Bias:
Most poor families do not work

Poor families are buying lobster dinners on 
the government dime
Welfare makes the poor lazy

Education is the silver bullet for solving 
poverty

12



Examples of Unconscious Bias

Work Examples of Unconscious Bias:
•A Woman in Leadership is introduced as “This is 
one of our Senior/Executive Women in 
leadership….” vs. “This is one of our Senior 
leaders…”  We never say “This is one of our Senior 
Men in leadership.”
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New Leader Activity
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Impact of Bias on Hiring 

Overwhelming Scientific Evidence
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Unconscious Bias on Decision Making:  

The Bargh Study
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What impacts your decision-making when you are conducting an interview?  Could it be things that you 

don’t even think about?  Yale University researchers evaluated results from interviews that were 

conducted by people holding cold and hot drinks and found that those holding hot drinks were more 

positive about the interviewee than those holding cold drinks.  Rational?  No.  But what does a ‘warm’ 

smile indicate?  Or a ‘cold heart’?  We are influenced in ways that we don’t even realize!



Impact of Bias on Hiring 

Unconscious Bias is Pervasive

Unconscious gender bias is found in men and women
evaluators

People favor men, whites, youth and the physically able
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You look like me….or remind me of…. (myself, 

my son, my daughter) or you’re my best 

friend’s spouse, or you’re my neighbor



Unconscious Bias on Hiring and Development
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• Hiring “Karen” or “Brian”

• Hiring “Emily” or “Lakisha”

• The Parent Trip (or Trap)

Bertrand, M. & Mullainathan, S. 

Impact of Bias on Hiring Impact of Bias on Hiring – Resume Review 



Unconscious Bias on Hiring 
and Development

Women and minorities prescriptive stereotypes
◦ Communal, nurturing, supportive, helpful, non-

assertive, indirect

Incongruence between how people expect these 
groups to behave and the ways they expect leaders 
to behave
◦ Decisiveness, strength, independence and by taking 

risks
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King, Madera, Hebl, & Knight , 2006
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Attitudes, Assumptions and Behavior

It is impossible for anyone to be bias free

Given just a little information, we fill in the gaps 
with assumptions

Many times biased decisions are made based on 
personal values and experiences

We all have to challenge our assumptions….and 
the assumptions of others

Acting out of Values
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Bias 
Triangle



Bias Triangle

H

F D

Maintaining an Existing Hierarchy

Using Double StandardsFailing to Examine Differences

1. Power shapes 
knowledge

2. Objectivity is increased 
to the degree that 
critics are integrated 
into a community

3. The logic of 
domination does not 
change, but it 
manifests in infinitely 
varying ways across 
hierarchies and socio-
economic contexts

Eichler and Burke, 2006
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Bias Triangle

Maintaining Hierarchy

• Accepting hierarchy as 
natural

• Denying hierarchy exists
• Adopting the perspective of 

the dominant group

Eichler and Burke, 2006
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Failing to Examine Differences

• Insensitivity to differences
• Failing to recognize 

potentially different 
implications when working 
with clients or extending job 
offers

• Treating groups as 
homogenous

Using Double Standards

• Unequal treatment of non-
dominant groups

• Under-representation or 
exclusion (e.g. women 
excluded from drug trials 
but routine treatment 
regimen)

• Treating dominant opinions 
as fact and stereotyping



Table Exercise
APPLYING THE BIAS FREE FRAMEWORK 
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Steps to New Awareness

“Learning to be comfortable with discomfort”

Unconscious IncompetenceStep 1

Conscious IncompetenceStep 2

Unconscious CompetenceStep 4

Conscious Competence
Step 3

Culturally 
Competent



More Information For You

The Implicit Association Test (IAT) is useful in helping you 
identify some of your potential unconscious biases or 
implicit associations between an item and whether we think 
it’s good or bad.  The test is a tool to help you in assessing 
what some of your inner “programming” is regarding 
different people.

Go to: https://implicit.harvard.edu/implicit

Select the test(s) that you are interested in taking.  They take about 12-15 minutes each.  You will be 
asked to complete a brief questionnaire on demographics and the topic.  

It is worthwhile to examine the results after you have completed the test and to read the FAQ section 
at: https://implicit.harvard.edu/implicit/demo/background/faqs.html
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https://implicit.harvard.edu/implicit
https://implicit.harvard.edu/implicit/demo/background/faqs.html


More Information For You

1.Malcolm Gladwell discusses this phenomenon in his book “Blink” based on research conducted by Timothy Judge and Daniel 
Cable.

2.Cuddy, Amy J.C., Susan T. Fiske, and Peter Glick.  “Warmth and Competence as Universal Dimensions of Social Perception:  The 
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http://www.amazon.com/Mahzarin-R.-Banaji/e/B00DVPMT9Q/ref=dp_byline_cont_book_1


The Brilliance of Diversity and 
Inclusion
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Thank You…


